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Abstract 

With the development of social economy and the improvement of people's material 
living standard, more and more people begin to pursue the fun in work. The slogans of 
"happy work" have been sounded one after another, and workplace fun is attracting 
more and more attention from enterprises and academia. Based on the affective events 
theory, this paper focuses on the impact of workplace fun on employee silence, another 
common but easily overlooked behavior in the organization. Starting from the 
psychological path, this paper explores the mediating variable of workplace loneliness. 
The empirical study shows that: workplace fun has a significant negative impact on 
employee silence, and workplace loneliness plays a significant mediating role between 
workplace fun and employee silence. The purpose of this study is to provide practical 
management enlightenment for the implementation of workplace fun, the treatment of 
workplace loneliness and the alleviation of employee silence. 
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1. Introduction 

Google holds April Fool's Day celebration every year, allowing employees to play table tennis 
and arrange their work space freely between work breaks; Alibaba named its scientific 
laboratory after the "Dharma academy" of Jin Yong's novels; Tencent has set up a promotion 
channel of "upgrading by fighting monsters", and accumulated experience value can be cashed 
into bonus and promotion; Southwest Airlines strongly advocates the construction of "fun 
corporate culture"... More and more enterprises are constantly improving the fun in work. In 
the 21st century, the traditional idea of "play to play, work to work" has been questioned. More 
and more enterprises are using workplace fun to improve employees' job satisfaction and 
retain excellent talents.  

We are also concerned that there is a common employee behavior that is easily ignored in 
Chinese organizations: employee silence. The thoughts of "silence is golden", "saying too much 
is sure to lose" obviously have an important impact on Chinese enterprise employees. Research 
shows that most of the employee silence has a significant negative impact, and has a negative 
effect on employees and organizations, such as low work motivation, turnover intention, job 
burnout, low satisfaction and high pressure [1]. Therefore, mining the antecedents of employee 
Silence and finding the influencing factors of employee silence are the key to fundamentally 
solve the phenomenon of "emperor's new clothes" in enterprises. At present, the existing 
researches mainly focus on the mechanism of different leadership styles on employee silence 
[2,3]. As a means of organization level, whether workplace fun has an impact on employee 
silence has not been studied by scholars. Therefore, the first purpose of this paper is to establish 
an empirical study on the effect of workplace fun on employee silence. 
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In the literature review on workplace fun, it is mentioned to strengthen the research on the 
effect path of workplace fun on employees' psychology [4]. As a common emotion in the 
workplace, workplace loneliness is receiving more and more attention, which is mainly divided 
into two dimensions: emotional deprivation and lack of organizational membership [5]. 
Workplace fun mainly includes four dimensions: colleague social interaction, celebration, 
personal freedom and overall fun [6]. The arrangement of these fun can significantly reduce the 
interpersonal and existential loneliness of employees, while good interpersonal relationship 
and sense of membership within the organization can make employees reduce their silence and 
express their opinions in time. This conjecture can be explained with the help of affective events 
theory, that is, the positive event of workplace fun can reduce the negative emotion of 
workplace loneliness, and the reduction of loneliness will further reduce the silence behavior 
of employees. Therefore, the second purpose of this paper is to explore the mediating role of 
workplace loneliness between workplace fun and employee silence. 

2. Theoretical Basis and Research Hypothesis 

2.1. Affective Events Theory 

Affective events theory (AET) was proposed by Weiss and Cropanzano in 1996 [7]. According 
to this theory, employees' performance and behavior in work are not determined by their 
attitude and personality to a great extent, but are affected by the changes of their emotions at 
work. Weiss and Cropanzano specially pointed out that the events and situations in the work 
environment constitute "affective events", which greatly determine the mood and emotion, and 
these mood and emotion can lead to the formation of long-term attitude, manifested in job 
satisfaction and emotional commitment, or the tendency to leave. Work events are considered 
to be the remote factors of employee behavior, which do not directly lead to employee behavior, 
while emotional response is the near factors of employee behavior, and work events will 
indirectly affect individual behavior through emotional response [8]. In other words, affective 
events theory emphasizes the role of emotional response in the formation of work attitude, and 
believes that the emotional response to work events largely determines the individual's 
attitude and subsequent behavior. Robinson proposed to explore the dynamic relationship of 
"work event emotional response work behavior" by using the research design within 
individuals [9]. 

2.2. Workplace Fun and Employee Silence 

Different researchers have different definitions of workplace fun. This study adopts McDowell's 
most common definition of workplace fun in 2004, which refers to the playful activities in the 
workplace that are not necessarily related to work tasks but can make people happy[6]. 
Previous studies have proved that workplace fun has a positive impact on employees and 
organizations, such as improving job satisfaction [10], happiness [11], organizational 
citizenship behavior [12], organizational performance [13], reducing work pressure [10], 
emotional exhaustion [14], turnover intention [15], etc. At present, there are few studies on 
workplace fun in China, which have been gradually enriched in the past two years, and focus on 
the impact of workplace fun on employees' creativity or innovative behavior [16]. More 
outcome variables of the role of workplace fun need to be further expanded. 

Employee silence refers to the behavior, feeling or cognition that employees can improve the 
situation of their organization, but choose to keep their inner expression [17]. At present, the 
research on antecedents of employee silence is mainly carried out from two aspects of 
employees' individual factors and organizational environment factors, such as personality 
characteristics at the individual level [18], organizational atmosphere at the organizational 
level [19], organizational system [20], organizational culture [21], etc. In addition, there are 
many studies on the influence of different leadership styles on employee silence. There is no 
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research on the influence of workplace fun, a unique incentive at the organizational level, on 
silence behavior. 

According to the social exchange theory, by providing employees with a series of fun activities, 
workplace fun can largely meet their needs of fun and social interaction, reduce their work 
pressure, alleviate their job burnout, and improve their interpersonal relationship in the 
workplace, so as to improve their satisfaction with the organization. For the principle of 
reciprocity, when employees find problems in the operation and management of the 
organization, they will make a return and reduce their silence. In addition, according to existing 
studies, workplace fun has a positive impact on employees' job satisfaction and organizational 
identity [22], while job satisfaction and organizational identity have a significant negative 
impact on employee silence [23]. Therefore, this paper speculates that workplace fun has a 
significant negative impact on employee silence. Based on the above inference, this paper puts 
forward the following hypotheses:  

H1: Workplace Fun has a negative impact on Employee Silence. 

2.3. The Mediating Role of Workplace Loneliness 

Wright formally put forward the concept of workplace loneliness in 2005, which refers to a kind 
of lonely experience in the workplace due to the differences in quantity or quality between the 
expected and actual interpersonal relationships, and the lack of the ability of individuals to 
bridge the differences [5]. Chinese scholar Mao Chonglin proposed the concept of localized 
workplace loneliness in 2013, including interpersonal loneliness and existential loneliness. The 
former is due to the lack of quality and quantity of employees' interpersonal relationship in the 
organization, and the latter is due to the lack of employees' sense of existence and value in the 
organization [24]. With the development of Internet technology, the promotion of work 
pressure and the prevalence of work conversion, the treatment of workplace interpersonal 
relationship has become more challenging. Therefore, the research on workplace loneliness has 
become more valuable. Although the existing studies have focused on its impact on work 
attitude [25], turnover intention [26], and innovation behavior [8], there are few studies on 
workplace loneliness in China. 

This paper argues that workplace loneliness plays a mediating role in the relationship between 
workplace fun and employee silence. On the one hand, workplace fun can greatly meet 
employees' social needs, improve the quality of employees' interpersonal relationship in the 
company, and reduce employees' interpersonal loneliness through employees' social 
arrangements, various collective celebrations and Memorial Day activities; On the other hand, 
organizing fun activities such as commendation meeting and birthday party for employees is 
an important measure for the organization to convey concern and respect for employees, which 
can significantly enhance employees' sense of existence in the organization, that is, reduce 
employees' existential loneliness. Therefore, workplace fun has a negative impact on 
employees' workplace loneliness. Most employees with high level of workplace loneliness do 
not have good interpersonal relationship and sense of existence in the organization. Such 
employees usually have a low degree of identity and satisfaction with the organization. 
Therefore, when there are problems in the organization, such employees will be more likely to 
keep silent. That is, workplace loneliness has a positive impact on employee silence. According 
to the affective events theory, workplace fun, a positive event in the organization, can reduce 
employee silence by reducing their workplace loneliness. In summary, the following 
hypotheses are proposed: 

H2: Workplace Fun has a negative impact on Workplace Loneliness. 

H3: Workplace Loneliness has a positive impact on Employee Silence. 

H4: Workplace Loneliness plays a mediating role between Workplace Fun and Employee 
Silence. 
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3. Research Design 

3.1. Research Sample 

This study uses questionnaire survey method to collect data, taking employees from different 
regions and industries as the research object. A total of 393 questionnaires were collected, 
including 339 valid ones, with an effective recovery rate of 86.3%. 

3.2. Measurement Scale 

(1) Workplace fun: using Yang Jie's (2019) measurement method for reference, seventeen 
items were measured from the three dimensions of fun activities, colleagues' social interaction 
and personal freedom [16]. Typical items are as follows: The company will provide social 
activities (festivals, parties, picnics, etc.). Cronbach's α is 0.865. 

(2) Workplace Loneliness: the ten item localization scale developed by Mao Chonglin (2013) 
was used [24]. Typical items are as follows: I often feel alienated from my colleagues at work. 
Cronbach's α is 0.935. 

(3) Employee Silence: a five item scale developed by tangirala and ramanujam (2008) was used 
[27]. Typical items are as follows: When I was worried about my work, I chose to keep silent. 
Cronbach's α is 0.907.  

(4) In addition, previous studies have shown that gender, age, education level, working years, 
job level and enterprise nature may affect the implementation effect of workplace fun and the 
occurrence of employee silence. Therefore, this study takes it as a control variable. 

4. Empirical Analysis 

4.1. Common Method Deviation Test  

Because the survey data is from the self-evaluation of employees, Harman single factor test is 
used to test the common method deviation. The results show that the first factor variance 
interpretation rate is 31.868%, which does not account for half of the total variance 
interpretation rate of 67.210%, which indicates that there is no serious common method 
deviation problem in this study. 

4.2. Descriptive Statistics and Correlation Analysis 

This paper makes a descriptive statistical analysis on workplace fun, workplace loneliness and 
employee silence. The results show that workplace fun is negatively correlated with employee 
silence (r=-0.295, P<0.001) and workplace loneliness (r=-0.330, P<0.001); There was a 
significant positive correlation between workplace loneliness and employee silence (r=0.725, 
P<0.001). These results preliminarily support the research hypothesis and are the premise of 
analyzing the mediating effect of workplace loneliness.  

4.3. Hypothesis Test 

4.3.1. Main Effect Test 

Model 1 is the benchmark model. After adding the independent variable workplace fun to model 
1, model 2 is formed. The results show that workplace fun has a significant negative impact on 
employee silence (β=-0.313, P<0.001), that is, H1 was supported. see Table 1.  

4.3.2. Mediating Effect Test 

Model 5 is the benchmark model. After adding the independent variable workplace fun into 
model 5, model 6 is formed. The results show that workplace fun has a significant negative 
impact on workplace loneliness (β=-0.349, P<0.001). The results show that workplace 
loneliness has a significant positive impact on employee silence (β=0.695, P<0.001), that is, H3 
was supported. The results show that workplace loneliness has a significant positive impact on 
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employee silence (β=0.668, P<0.001) (β=-0.080, P<0.05). At the same time, this study uses 
bootstrap method to further test the mediating effect of workplace loneliness. The results show 
that the mediating effect of workplace loneliness is significant, the mediating effect value is -
0.336, the 95% confidence interval is [-0.449, -0.223], excluding 0. Thus, H4 is supported.see 
Table 1. 

 

Table 1. Test results of main effect and intermediary effect 

Variable 
Employee Silence Workplace Loneliness 

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 
Gender 0.017 0.014 0.054 0.052 -0.053 -0.056 

Age -0.249*** -0.303*** -0.114* -0.133** -0.194** -0.254*** 
Education level 0.109* 0.139** 0.074 0.083* 0.051 0.084 
Working years 0.165* 0.200** 0.084 0.096 0.116 0.155* 
Position level -0.158** -0.098 -0.081 -0.068 -0.111 -0.044 

Nature of Enterprise -0.109* -0.077 -0.044 -0.039 -0.093 -0.057 
Workplace Fun  -0.313***  -0.080*  -0.349*** 

Workplace Loneliness   0.695*** 0.668***   
R2 0.093 0.184 0.552 0.558 0.049 0.162 

∆R2 0.093 0.091 0.459 0.374 0.049 0.112 
F 5.692*** 10.659*** 58.353*** 51.999*** 2.860* 9.116*** 

 

5. Research Meaning 

5.1. Theoretical Innovation 

5.1.1. The research on the mechanism of psychological path of workplace fun opens a 
new perspective of workplace fun research. 

The research review on workplace fun has called for strengthening the exploration of the path 
of workplace fun on employees' psychology. This paper calls on previous scholars' suggestions, 
excavates the psychological emotional variable of workplace loneliness, and discusses the 
mechanism of workplace fun from employees' inner feelings, opening a new perspective of 
workplace fun research, It enriches the research on workplace fun. 

5.1.2. To verify the mediating role of workplace loneliness, and strengthen the 
localization empirical research of workplace loneliness. 

At present, there are few domestic researches on workplace loneliness, and the empirical 
researches are few, and these empirical researches also include the researches on special 
education teachers, accountants, prison police and other special industries or groups, and the 
researches on more extensive enterprise employees are even less. The literature review on 
workplace loneliness has mentioned that it is necessary to strengthen the research on 
workplace loneliness, especially the localization research. This paper chooses workplace 
loneliness as an intermediary variable, and puts workplace loneliness into the research of more 
common employees, which can enrich the research on workplace loneliness of employees in 
China. 

5.1.3. This paper discusses the influencing factors of employee silence from the 
organizational level, which enriches the research on antecedents of employee 
silence. 

Employee silence is a widespread problem that is easy to be ignored in organizations. In recent 
two years, researches have focused on the influence of different leadership styles on employee 
silence, such as authoritarian leadership, authentic leadership, etc, It enriches the research on 
antecedents and localization of employee silence. 
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5.2. Practical Enlightenment 

5.2.1. Change management concept and creating fun in the workplace. 

William Glasser, an American psychologist, believes that the need theory should be divided into 
the needs of survival, love and belonging, power and identity, freedom and autonomy, and the 
need of fun. Therefore, workplace fun is not necessarily related to work, But the playful 
activities which can make people feel happy have had an important influence on the modern 
enterprise management and the employees' work behavior. At present, both traditional and 
new enterprises are taking various measures to improve the sense of fun in the work. 
Workplace fun is undoubtedly a key point for the new generation of employees and younger 
employees in the future. Managers need to change their ideas, understand the workplace fun 
more deeply, create various fun activities and opportunities for employees to promote their 
better work. However, when implementing workplace fun, managers must achieve the word 
"effective". The workplace fun should be degree, reasonable arrangement and excessive fun 
activities will have negative effects, such as reducing the employees' work input and affecting 
organizational performance. In addition, this study further proves the influence of employees' 
personality characteristics, so managers must pay attention to the personality characteristics 
of different employees, and skillfully implement workplace fun to avoid burden on employees. 

5.2.2. Pay attention to the improvement of employees' silent behavior. 

Silence Behavior of employees is a very common negative employee behavior in the 
organization. Especially in China, a country which advocates the mean thinking and pays 
attention to the power distance, silence behavior is very common, but it is often ignored by the 
managers. The silence of employees is not conducive to the construction of harmonious and 
healthy organizational atmosphere, and also to the sustainable development of the 
organization. The silence behaviors of employees in Chinese context include disregard of sexual 
silence, acquiescence silence and defensive silence behavior. The improvement path can be 
found from individual characteristics and organization level. According to the research results 
of this paper, workplace fun will be a good improvement measure. Enterprises should strive to 
create a relaxed and harmonious organizational atmosphere through organizing various forms 
of fun activities. By celebrating birthday, allowing employees to freely arrange desks and 
carrying out group building activities, the company should increase the sense of existence of 
employees in the organization, and improve their emotional commitment to the organization, 
To reduce the silence of employees. In addition, in recruitment, we should pay attention to the 
character of employees, and the introverted candidates should be considered. 

5.2.3. Pay attention to the employees' psychology and prevent the production of 
loneliness in the workplace. 

The loneliness of the workplace includes the emotional deprivation of employees and the lack 
of membership of the organization, which has a negative impact on the individual and 
organization of the employees. Enterprises should try to reduce the loneliness of employees in 
time. According to the research of the article, through the implementation of workplace fun, 
namely, through the development of social networking, team building, celebration activities, 
giving individual employees freedom in work, managers supporting employees to carry out 
some fun activities independently, to create a positive and harmonious organizational 
atmosphere, and improve the quality and sense of existence of interpersonal relationship 
among employees in the enterprise, Thus, the loneliness of employees can be effectively 
reduced. In addition to the implementation of workplace fun, the reduction of loneliness in the 
workplace of employees can not be separated from the care of leaders. Therefore, the 
enterprise should train the management to make managers know how to deal with and prevent 
the emergence of employees' loneliness, adopt appropriate leadership style, care about 
employees and make their work performance better. 
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6. Research Limitations 

First, this paper uses a single data source, which will lead to the problem of common method 
bias. Future research can solve the problem of homologous variance by means of paired 
samples and employee mutual evaluation. Moreover, future research should collect 
longitudinal data at different time points to further verify the causal relationship between the 
variables, and get a clearer and more accurate relationship between the variables. 

Second, according to the emotional event theory, people with different personalities will have 
different emotions and behaviors for different events, that is, the boundary conditions of the 
role of workplace fun, that is, the regulatory variables of the model need to be mined. Therefore, 
it is necessary to introduce moderating variables to further explore the boundary effect of 
workplace fun on employee silence. 

7. Conclusion 

Based on 339 survey data, this paper constructs a mediation model to explore the relationship 
between workplace fun, workplace loneliness and employee silence. The empirical results 
show that workplace fun has a negative impact on employee silence, and workplace loneliness 
plays a mediating role between workplace fun and employee silence. The above findings 
provide some enlightenment for the relevant theory and management practice. 
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